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.■■■wiw w or SDITABZLI7Y FOB JERHANENT APFQZIfMBT 
TO SB CAREER STAFF 


X. 


be selected 

process. 


, ta defined In GXi. Regulation 
to r the Career Staff as a result of 
follows t 


shall 

a three step 


lo Identification, recruitment and selection of individuals an 
the basis of their capability and suitability far provisional 
appointment to the Career Staff 0 

2o A period of planned instruction and development daring which 
the employee demonstrates his capability and suitability for 
career employment,, 

3» A review at the end of the provisional period to finally 
select individuals on the basis of their capability and 
suitability for permanent appointment to the Career Staff. 

COMMENT* a* The term "provisional period" is used in 
lieu of other similar terms in order to 
avoid conflict or confusion with any of 
the concepts, legal or traditional, which 
are associated with such terms 0 (i*e. pro* 
bationary period, trial service period) 


bo 
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Properly administered, the provisional 
period supplements snot validates the pro* 
cedurea which resulted in initially selecting 
the new employee 0 The performance, behavior 
and attitudes manifested by provisional 
employees furnishes the most reliable inf or* 
action upon which to base the decision that 
a provisional appointee should or should not 
be confirmed for career employment. It is 
highly important, therefore, that the pro* 
visional period be of sufficient duration 
to yield enough data for making this decision 0 
No uniform period of lime is applicable to all 
positions if the aims of the provisional period 
are to be fully realisiad. An adequate provisional 
period depends upon such factors as (1) delay in 


ment because of initial 
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full-time training. (2) relat ively pro apt 
onrsMUi assignment after appointment, 
particularly if does, direct, or Mriladai 
supervision cannot be assured, art ( D cH wr 
conditions which preclude the dndaprart sf 
cuffieient data daring; noraal pariiida af ttMi 


n* There ehell be established a Oil Selection Board, 

and an alternate pointed tqr 


fctilastaft H>(I), DD(P) and BD(A). in additdeiu eee nMm 
nagger aad an alternate will be appointed by each if the MMip 

AC/Ocaae and Director ef Training. The CU flria>H> lord shall 
be re ep o nd ble to the CIA Career Sendee Board and aboil war 
out the functions sot forth herein. Tte AD/P shall provide the 
Selection Board with an Executive Secre tary and auoh clerical 
and administrative personnel as are needed to perfom its functions* 


COMMENT : a* The voting membership of the Board is d e sign ed to 
*“ give voice in the selection process to each of the 

major components of the Agency, 

be Since this Board will, among other functions, assume 
the duties now performed by the Professional Selec t ion 
Banal, the Panel will be abolished whan the Selection 
Board is established* 


HI* Office Career Service Boards shall be made responsible for raeoananding 
the duration of the provisional period to be established for the 
positions which comprise the career service for which Use Boards have 
jurisdiction. The knowledge which the members of those Boards have 
regarding the positions in their career service beat equips them to 
make these recommendations • The CIA Selection Board will reviaw 
re o onp a n d atlons made by the Office Boards, and determine what 
period shall apply to each position. The provisional periods so 
determined, if longer than twelve months, shall be put into effect 
as soon as possible after the removal of existing legislative 
restrictions. Meanwhile, the provisional period for all CIA 
positions shall he not longer than twelve months. 

COMMENT: a. Until remedial legislation le obtained, it will not 
" ” ' 11 ’" ur generally be possible to enforce decisions made at 

the end of the provisional period which are adverse 
to veteran status employees, if the provisional 
period exceeds twelve months, veterans may be 
separated after completion of their first year of 
service only upon preservation of charges which 
recite specifically and fin detail the incidents 


• 2 . 
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of Inefficiency or BlabelnYlor iw l itff Mt My 
serious to warnmt tsmiciatioo, Vo sttote to* 
objectives of tbo CIA previsioml pffioif At wmM 
bo neoeeBary to aet upon standaris wldshs ws M l 
recognised as appropriate cause for espersttng 
utmas Mho have completed twelve MBtoS Of 
service. The Civil 8srvlos CararlsstflS hs> 
Jurisdiction to hear veterans' appssle ftf 
separations, The Coanlsedon has iHnelsm Ulf 
repaired federal Agsooiee, in c l u d i n g ®, te 
ooafom to Its standards for detidt* if a 
veteran has been properly separated* 

bo In establishing the duration of provisional 
periods for Agency positions, toe Unit of 
twelve months will have to be observed until 
toe Congress enacts legislation consistent 
with the objective of fitting toe period to 
the requirements of the j>oeitiani* To 
differentiate between veterans and non- veterans 
would create serious problems of employee moral** 
Similarly, it would be patently unsound to set 
up provisional periods of such duration that it 
is known in advance that no possibility exists 
for giving effect to toe conclusions which night 
be reached at the end of the period* 

ITT* Prior to the completion of the provisional period, a 4a termina- 
tion «>v»vi be mads as to whether an individual is suitable for 
permanent appointment as a member of the Career Staff* If 
found unsuitable, his employment shall be terminated* 

COMMENT: a<> The termination of the provisional period should 
““ bo highlighted as a time when something signifi- 
cant takes place in the career of toe employee* 

As a minimum, a personnel action should be pre- 
pared to Indicate that a career employee has 
completed his provisional period and to show his 
permanent appointment to toe Career Staff and 
he should appear before a panel of examiners of 
toe Selection Board* 

b* The separation of those found unsuitable will 

contribute to the maintsnanc® of a generally high 
level of Agency performance, will attract to CIA 
competent people from the outside, and will contri- 
bute significantly to to# morale of employees who 
are doing good wcako 
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Ve The same criteria for determining over-all suitability for 

career sagflqyment shall be applied with respect to all employees, 
whether in professional or non-professional positions. These 
criteria shall be formulated by the GTA Selection Board and 
approved by the CIA Career Service Board. 

CQKjggTt It Is Intended that « suitable statement of approved 
criteria far career suitability sill be widely distri- 
buted for use by Office Career Service Boards, the 
Office of Personnel, Security, and Training, and by 
individual supervisors throughout CIA. 

7l« Per the purposes of this paper, professional positions shall 
mean all positions classified GS-7 and above, occupied by 
staff employees, and certain specified positions in grades 
G3«*3» and OS-6. 

VUo With respect to employees in non-professional positions, the 

determination of suitability referred to in paragraph IV shall 
be made by such persons and in such a manner as shall be dir- 
ected by the Office Head and the Office Career Service Board 
having jurisdiction over the employee, provided, however, that 
the system for making such determination as devised by each 
Office shall be submitted to the CIA Selection Board for 
approval prior to its implementation. 

CQMjgSgT * While a degree of flexibility in the determination of 
suitability at this level Is desirable. It is felt that 
the CIA Selection Board should approve the system devised 
by eaoh office in order to prevent too much disparity be- 
tween offices. 


Vino With respect to employees in pro£essio;ial positions, the determina- 
tion referred to in paragraph IV shall be made as follows prior to 
the expiration of the employee* s provisional periods- 


The employee* 8 supervisor shall prepare and submit to the Office 
Career Service Board having jurisdiction over the individual*# 
career planning, through the reviewing official, a Personnel 

Evaluation Report in accordance with CIA Regulation , 

together with a recommendation as to the employee's suitability 
for permanent appointment as a memlser of the Career Staff ,, Tins 
recommendation shall include a special evaluation of the 
individual in terms of the established criteria for over-all 
suitability for career employment. 


h - 
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2. The Office Career Service Board shall review the y> oc— «ada* 
tlce la the light «f all available information concerning the 
wplnyee and wake « reoomnendatlon to the CIA Wealea Beard 
that ( 4 the enplegnee be appointed as a member of the Cor ew g 
Staff, or (b) the employee be separated, 

3o Beoo— endatjone af the Office Career Service Board Obeli it 
ref e a re d by the Beeeatlve Secretary of the 0X4 Oereer SdeetkB 
Boerd to on Examining Panel for review* The BnwOUtinc BMl 
shall oenldar all pertinent Information concerning the eflfli, 
In peoeeoslcn of the Personnel Office, Seonri.hr QCCLoe, Hattflikl 
Office, Office of Training and the Operating Offices* The 
Examining Panel shall interview the employee, end bis s upervi sor 
when appropriate* 

It* The Examining Panel shall make a recicnrnnendation that (a) the 
employee be appointed as a member of the Career Staff, or 
( by his career employment be denied* 

5* When the recommendation of the Exandjsing Panel Is in disagreement 
with that of the Office Career Service Board it Shall be reported 
to the subject Office Board which shall (a) accept the Panel's 
re c ommendation , or (b) if it disagrees with the recommendation, 
refer the case, within ten working days, to the CI& Selection 
Boerd, whose decision in the case shall be subject only to 
review by the OCX. Review of a case by the SCI, If desired, 
most be requested within ten working days of the Selection 
Board's decision, by th® DD/I, BD/P, DD/A, AD/Commo, or 
Director of Training. 

6, The Examining Poiels referred to herein shall consist oft 
a) three voting examiners representing Offices other than 
that having juris diction over the employee; and, b) a non- 
voting member of the Selection Board 5 s permanent secretariat* 

The membership of the Panels will be selected by the Executive 
Secretary of the CIA Selection Board from that Board's Panel of 
Examiners in such a manner as to assure appropriate represents'* 
tion of the Agency components. 

IX. Th© Panel of Examiners of the CIA Selection Board shall be composed 
of experienced members (OS-Uj. and above) of the Career Staff chosen 
by the CIA Selection Board from lists of nominees submitted by the 
Career Service Boards. Examiners referred to in paragraph VIII above 
shall be chosen from this Panel* 

COMMENT : a. Much is to be gained through the system of utilising 
**** the skill and experience of a sisable number of senior 

operating officials for the purpose of examining end 
rendering opinion on specific eases* This should not 
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be full- time duly* The moment It does the 
Individual will loee bit contact with operetta* 
problems* 

b. 3h order to meet the work load a FMl of poxbapa 
fifty Eiceoiners, drawn Aron all eespamt* ef like 
Agency, sight be required* The week lend pm 
Examiner tbu is of the order of two ee e e e )er 
sooth or perhaps three working boar* p*r aaeth* 

This activity would be performed noocardtag t* 
procedures end criteria established by th* QA 
Selection Board* 

c* The CIA Selection Board should have the reepcnel- 
bility of making final selection from among the 
nominees of the several Career Sendee Boards* 

Skill in discrimination, maturity, interviewing, 
judicious impartiality, e:«perieaoe in CIA and • 
sense of CIA mission should be the criteria for 
selection of Examiners* 

d. It is believed that this extra duly for these senior 
people is an effective and practical executive develop- 
ment technique* 
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2U July 1953 


MEMORANDUM FDR* Chalmaa, Professional Selection Panel 
SUBJECT t The Process of Selecting New Career Bnplcgreee 


1 0 Reference your memorandum to Personnel Director, subject as above, 
dated 23 June 1953, in which you ask for recommendations as to steps toich 
can be taken to Improve the existing selection process, 

2* This Office offers the following suggestions with respect to the 
points presented in Paragraph 2 a of your memorandum : 

a« Qualities Required of Career Employees * 

(1) The Professional Selection Panel should develop, with the 
approval of the CIA Career Service Board, a full description of each 
of the personal qualities which should be possessed by a CIA career 
employee* These would be the qualities which Indicate suitability 
for long-term career service with the Agency* Evidence that an in- 
dividual is lacking in one or more of these qualities would be an 
indication that he may not be suitable for career association with 
the Agency* The descriptive statements should be direct, specific, 
simply phrased, and understandable to a wide audience of persons 
with varying degrees of experience in the e valuation of other persons 0 
Each set of statements concerning a quality should include an adequate 
number of examples of behavior which evidences a deficiency in the 
quality* These statements should, of course, be over and beyond cer- 
tain basic qualification requirements relating to education, train- 
ing and experience, 

(2) The descriptive statements and otter information concern- 
ing the qualities required for career servl.ee should be disseminated 
as follows* 

(a) Recruiting Officers, These officers would utilise 
these criteria to screen and refer applicants for career employ- 
ment with the Agency* Applicants believed to lack the desired 
q uali ties would not be referred to the Agency, Thus, the suita- 
bility criteria would be applied throughout the recruiting process 
As you know, the recruitment staff is now possessed of a rather 
well defined set of personal standards which are applied by them 
against each applicant* The applicant, of course, is unaware of 
toe extent to which he is being analysed in this process* 

(b) Placement Officers, These officers would utilize these 
criteria during Weir interviewing and screening of applicants 

Approved For Release 2002/08/23 : CIA-RDP78-00699A0001 00040041 -9 

S-E-C-R-E-T 


Approved For Be 


^DP78-00699A0001 00040041 -9 


for career employment with the Agency. Thece criteria would 
be in their minde during review of Personal. Hlatory Statements, 
during checks with former employers, during; their review of all 
other records and information on hand, during their interviews 
of the applicants, end generally throughout the initial selection 
and referral process. Persons considered to be unsuitable would 
be rejected by the Placement Officers* Placement Officers would 
also apply these suitability criteria during their Contacts 
with trial-period employees (e.g», placement follow-up, reassign- 
ment planning), 

(c) Component Personnel Officers* These officers would 
utilise these criteria during their Inb erviewa of applicants 
referred by Placement Officers, during theix examination of the 
qualifications and records of the applicants, and during their 
observation of the applicants throughout this final initial place- 
ment process. They would also apply these criteria during their 
subsequent oontaots with employees during the trial period. 

(d) Chiefs of Components . These officials (chiefs of untie, 
sections, branches, divisions) would apply these criteria during 
Initial selection interviews with applicants and during all sub- 
sequent contacts with the trial-period employees and discussions 
with their supervisors. Applicants who are found by component 
chiefs to fail to possess the necessary qualities would be rejected 
by the Personnel Office. Trial-period employees whose suitability 
is questioned by the component chiefs would be referred by the 
ccmpcnent to the Professional Selection Panel fox* review and recom- 
mendation. 

(e) immediate Supervisors. The most important use of suit- 
ability criteria would be accomplished by the supervisors of 
trial-period employees. They would utilise* the criteria during 
initial selection interviews, during all of their observation 

of and association with the employees throughout the trial period, 
and especially Then completing the initial Personnel Evaluation 
Report o They would apply these criteria constantly for many months 
and therefore could make the most factual x*ecommendations concern- 
ing the employee* s suitability. Applicants who are believed by 
supervisors to fail to possess the necessaxy qualities would, 
with the concurrence of the component chief, be rejected by the 
Personnel Office. Trial-period employees those suitability is 
questioned by their supervisors would be referred by their com- 
ponent to the Professional Selection Panel for ret view and recom- 
mendation. 

(f ) Security Office . This Office would apply these criteria 
at all t imes'when collecting and reviewing information concerning 
applicants for career employment and concerning trial-period 
career employees. Whenever the Security Of fice encounters infor- 

- 2 - 
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motion which indicates a lack of the necessary qualities and 
which causes doubt as to the career service suitability of an 
in-procsss applicant, it will discuss the case with the Personnel 
and Medical Offices, as appropriate, for decision, 

(g) Career Service Boards* The. Boards would apply these 
criteria In all o T iheir considerations and evaluations of em- 
ployees during their trial periods (and also during the initial 
selection process for such Boards as review proposed appointments)* 
The Boards would make an especially careful evaluation of the 
employee just before the conclusion of hi® trial, period, using 
supervisory reports and testimony, initial Personnel Evaluation 
Reports, interviews with the employee himself If indicated, 
personnel records and folders, and such other evaluative data 

and techniques as are available* This evaluation would be accomp- 
lished primarily to determine if the Individual possesses the 
defined qualities required for career service * When the Career 
Service Board does not find the trial-period employee suitable 
for career service, it would recommend that the Office Head refer 
the case to the Professional Selection Panel for review and recom- 
mendation* If, on the other hand, it foursd the employee suitable, 
acceptance for career service could be indicated by the Personnel 
Office after favorable review by the Professional Selection Panel o 

(h) Trial-Period Employees* Each appointee would understand 
that he is undergoing a trial period, and that he will be care- 
fully evaluated throughout and at the end of this period in order 
to determine if he is suitable for career service and its benefits* 
It is hie right to know vdiat personal qualities and behavior are 
expected of him, since he will be separated rather summarily if 

he does not possess the requisite qualities * At the present time, 
the Agency notifies applicants that they must meet the personal 
standards required for government employment (e,»g*, character, 
mental and physical fitness)} by this method individuals, who 
know that they may be exposed later, have the opportunity to with- 
draw their applications for the good of all concerned* Similarly, 
if our standards for career service qualities are valid and are 
to be enforced, they should be no secret, and the applicants should 
know the kinds of evaluations to which they will be exposed and 
the qualities they must drove* It would 1» making a mystery of 
common sound personnel practice and would be establishing a secret 
society if candidates were asked to undergo a test period of close 
scrutiny and evaluation without permitting them to know which 
things about their natures were to be evaluated* Thus, both 
applicants and trial-period employees should know what they are 
facing and that qualities they or® eapected to possess as CIA 
Career Employees* 


- 3 - 
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b 0 Use of Personnel Evaluation Reports . 

(1) Initial Personnel Evaluation Reports should be given much 
snore emphasis and consideration than at present <, If supervisors 
thoroughly understand the specific qualities being measured in trial- 
period employees, if they carefully observe the employee in terms of 
these qualities during the trial period, and if they are aware of 
the importance of initial Personnel Evaluation Reports in determin- 
ing suitability for career service, they will accomplish much more 
effective initial evaluation reports than at present 0 The initial 
PER would truly become the primary instrument fear recording evalua- 
tions specifically in terms of the factors which are the basis for 
determining career suitability* The initial PER should reflect the 
opinions of the persons who know toe trial -period employee best, too 
have been responsible for his work throughout the period, and too 
are in the best possible position to report on the qualities which 
toe new employee has demonstrated* 

(2) Increased emphasis should be placed on completing and sub- 
mitting initial Personnel Evaluation Reports when they are due* 

If the initial PER is given proper use as a primary instrument for 
determining suitability for career sendee, it is essential for the 
report to be submitted in sufficient time to be available for all 
considerations and processes that must take place prior to the 
expiration of toe trial period. 

Co Evaluation of m-Process Applicants for Career Employment 0 

When either toe Personnel, Medical, or Security Office obtains marginal 
information which creates doubt as to the career suitability of an in- 
process applicant, the chiefs of these offices or their designated rep- 
resentatives should confer and decide whether processing should continue. 

By toe same token, if on operating office learns of unfavorable informa- 
tion it should be passed immediately to the Personnel Office with recom- 
mendation for action to be taken. The Personnel*45edieal-Security Group 
should confer and take action as la indicated. 

do Evaluation of Employees During Trial Pe;riLod. 

(1) If at any time during the probationary period the office 
to which the employee is assigned, or the Personnel, Medical, or 
Security Office obtains information which creates doubt as to career 
suitability, the case should be immediately referred to the Professional 
Selection Panel. The Panel should review toe evidence at hand and 
either make a recommendation for termination of the individual or 

so flag the individual’s personnel file that a full review will be 
made of his case prior to the expiration of the trial period. 

(2) No later than one month before the end of an employee’s 
trial period, his Career Service Board should consider his case in 
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order to determine thether or not he has been found suitable for 
career service . At this tine, hie Board should review his performance 
during this period, his initial Personnel Evaluation Report, and any 
other available indicators of his character, personality, capability 
and performance o During this evaluation the Board may interview 
both the employee and his supervisors. The Board will use all in- 
formation available in the Personnel Office. After careful considera- 
tion, the Board should recommend to the Office Read either that the 
trial-period employee be separated or accepted for oareer service. 

Such recommendations should be based upon performance (as in other 
government agencies) as well as upon possession of the qualities 
required of the CIA career employee. 

(3) If the Office Career Service Board recommends that the 
employee has satisfactorily completed his trial period and is 
suitable for career service, and the Office Head concurs, he will 
so notify the Professional Selection Panel. If the Panel concurs, 
the Personnel Office will be notified to change personnel records 
correspondingly and will issue appropriate notification to the em- 
ployee. 

(U) If during an employee^ trial period, he is reported to the 
Professional Selection Panel as being possibly unsuitable for career 
employment (see Paragraph 2 d (1) above), or if his Career Service 
Board recommends with Office Head concurrence that he be separated 
as unsuitable, th® Professional Selection Panel should accomplish 
a formal review of the case. If the Panel finds the trial-period 
employee unsuitable as reported, it will notify' the Personnel 0ff5,ce 
which will accomplish the separation. If the Panel finds the trial- 
period employee suitable for career service, it will notify the 
Operating Office of its findings. If the difference of opinion is 
not resolved, the case may be appealed by the employee 8 a sponsoring 
component to the CIA Career Service Board which will review the 
case and make final decision. 

e 0 Notification of Acceptance for Career Service . 

Since under this proposed procedure the new employes will know the 
qualities required of the CIA career employee, and will also know that 
he is being constantly evaluated for these qualities throu^iout his 
trial period, it is believed that he will be made sufficiently aware of 
a significant change in his standing if he receives a notice from the 
Personnel Office to the effect that he is now accepted as a career em- 
ployee and that his trial period has been satisfactorily completed. 

3o With respect to Paragraph 2 b of your memorandum, it is the opinion 
of this Office that no feasible and legal procedure can be established to 
extend the trial-service period beyond one year for employees, whether pro- 
fessional or otherwise. Such a procedure is Inconsistent teitfa the current 
public policy (as reflected by the Congress in such legislation as the Vetersns 
Preference Act) that a probationary period of one year is believed adequate 
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for federal employees. It is believed that to request the necessary special 
legislation (as would be necessary In view of existing legislation concern- 
ing veterans) would create unfavorable public relations, and would probably 
strain relatione with the Congress. It la also our opinion that extension 
of the trial period beyond one year would make it definitely more difficult 
to attraot competent people to service with the Agency although we recognise 
this i A a moot point, 

Uo The following comments are offered with respect to Paragraph 2 c of 
your memorandum* 

a. If the procedures proposed in Paragraph 2 above are eueoeptlble 
to adoption* it would be unnecessary to develop a single file of all 
Information concerning each applicant or employee, 

bo Information presently available only to the Security Office 
should remain in their files as at present. If these tdio review this 
information are trained in the understanding of the qualities required 
for a career with the Agency, they can detect pertinent information 
within their data and submit it to the Professional Selection Panel 
whenever warranted, or confer with the Medical and Personnel Offices 
in the case of applicants for employment,, 

Oo Information contained in the files and records of the Personnel 
Office would be made available both to the sponsoring components and to 
the Professional Selection Panel. If these records concerning a n appli- 
cant contained information indicating non-suitability, the Personnel 
Office would reject him. If the information were marginal and merely 
created doubt as to suitability, the Personnel Office would pool infor- 
mation with the Medical and Security Offices before acting. If these 
records concerning a trial-period employee are later supplemented by 
information indicating non-suitability, the Personnel Office would refer 
the case to the Panel, Thus the records are used for suitability screen- 
ing and are also made available upon request to be used by others for 
suitability screening. The same situation would undoubtedly obtain with 
respect to Medical Office information, 

d. Information which pertains to the suitability of a probationary 
employee and which is contained in the reports, files, and records of 
the office to which he Is assigned would be made available to the Office 
Career Service Board concerned. It should also be made available, in 
extract or other form, to the Professional Selection Panel when needed 
specifically for formal decision on a case, 

So Whenever the Security rOf flee, the Personnel Office, the Medical 
Office, or the sponsoring office actually presents a case to the Professional 
Selection Panel, it should also present the documented evidence as to why 
the parson concerned is considered unsuitable for career service. 


* 6 « 
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When this occurs, the Panel may ask the other offices to present whatever 
Information they may possess to indicate that the person may not be 
suitable* Thus, a file la developed which contains only information per- 
tinent to decision as to suitability, and it is necessary to develop 
such a file only when the suitability of the individual has been questioned* 

S« The following comments are offered with respect to Paragraph 2 d of 
your memorandum 

a. Under the procedures proposed above, the suitability of each 
applicant for career service employment would be tDcaroinsd by recruiting 
personnel. Placement Officers, Operating Office Personnel Officers, com- 
ponent chiefs, immediate supervisors, and by the Security Office which 
reviews the special detailed information available to it. These examina- 
tions would be conducted in the light of the known fixed criteria for 
acceptance* 

b s If these separate examinations (many of wfrtich include personal 
contacts and investigations) do not elicit evidence of non-suitability. 

It is very doubtful that any independent officer can make a better Judg- 
ment by merely reviewing records and files. When all of the offices 
and officers charged with selecting qualified and suitable personnel 
are given the improved selection criteria requested above, and when their 
selection processes are strengthened as proposed above, it is difficult 
to see the necessity to appoint "responsible" officers from other com- 
ponents to review the soundness of their decisions * 

6 „ The Personnel Office appreciates the opportunity to furnish its views 
to the Professional Selection Panel in this matter, aid will provide additional 
explanations or assistance upon request* 


/s/ George E« Meloon 

GEORGE E. MEhOON 
Personnel Director 
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